Abstract---
INTRODUCTION
EATHER industry displayed its significance in world's market with tremendous contribution to the Indian economy. The entry of global players in Leather Industry has created huge challenges to the Indian companies [23] . Owing to that Indian Leather companies were forced to adopt and implement innovative changes in their HR practices. They have realized that in today's competitive business milieu, human Resource practices is the one which forms the framework for the culture in the business management; create awareness towards the need to achieve the business goals by the employees in the best possible and ethical manner. It is widely accepted that employees constitute a vital part of M. Kaveri organization resource, with the potential to improve the organization's viable modest advantage [19] . Consequently, human resource manager in Leather Industries would target potential work force and would lay stress on skill development, technical development and effective job performance by adopting effective human resource practices. The keyrefrain of this precise research is to observe the relationship between the high performance HR practices such as job design, training and development, motivation, supervisory support, working environment and compensation on employees' job performance in Leather goods manufacturing companies at Vellore district. It also analyses the impact of high performance HR practices on employees' job performance.
Statement of the Problem
In the present competitive scenario, it is mandatory for the Leather companies to concentrate on the activities such as assimilating new technologies, continuous emphasis on product development and design up gradation. But due to the limited scope for mobilizing funds through private placements and public issues, limited availability of bank loans and strict international standards it is difficult for the Leather companies to compete globally. The only strength has in by the Leather companies is that proficient human resource. Therefore the leather companies were decidedly and vastly spellbound on the effectual human resource practices to have a resourceful job performance of the employees. In particular HR practices such as job design, training and development, motivation, supervisory support, working environment and compensationare widely believed to improve the performance of employee as well as organizations. This study focuses on the impact that high performance human resource practices have on improvement of employee's job performance.
Research Questions (RQ)
Q1: Is there any association between high performance HR practices and employees' job performance? Q1: Do high performance HR practices have any impact on employees' job performance?
Objectives of the Study
The main purpose of the study was to identify the impact of high performance HR practices on employees' performance. The specific objectives of this study are To determine the influence ofjob design on employees' job performance in Leather goods manufacturing companies at Vellore District.
To determine the influence of training and development on employees' job performance in Leather goods manufacturing companies at Vellore District.
To determine the influence of motivation on employees' job performance in Leather goods manufacturing companies at Vellore District.
To determine the influence of supervisory support on employees' job performance in Leather goods manufacturing companies at Vellore District.
To determine the influence of work environment on employees' job performance in Leather goods manufacturing companies at Vellore District.
To determine the influence of compensation on employees' job performance in Leather goods manufacturing companies at Vellore District.
Significance of the Study
This study is very prolific for HR managers in Leather Industries as they would get a clear idea about the relationship of HR practices and employees' job performance, as a result they can have more productive employees and can retain efficient employees in their organization. It has both practical and theoretical significance. It advances knowledge and understanding of how HR practices affect employees' job performance in Leather Goods manufacturing companies at Vellore district; and it may also be used to assist other manufacturing organizations in formulating effective HR practices to increase performance of the employees.
Scope & Limitations of the Study
The study was conducted within Leather goods manufacturing companies at Vellore district. Only the high performance HR practices such as job design, training and development, motivation, supervisory support, working environment and compensation influencing employees' job performance was considered for the study. The study is limited to high performance HR practices affecting employees' job performance in Leather Goods manufacturing companies at Vellore district and it does not consider tanning and finishing Leather companies. All findings are based on the information provided by the respondents, and are subject to the potential bias and prejudice of the people involved.
II. LITERATURE SURVEY

Impact of HR Practices on Employees' Job Performance
Impact of HRM on employees' job performance depends upon worker's response to HRM practices, so the impact will move in direction of the perception of HRM practices by the employee [14] . By adopting best practices in selection, inflow of best quality of skill set will be inducted adding value to skills inventory of the organization [16] . Use of best HR practices shows a stronger association with firm's productivity in high growth industry [8] . Ample of the existing research on the relationship between HR practices and performance of the employees and proposed that there is a positive relationship between the HR practices on employee job performance and also revealed that in the competitive environment of modern era organizations are persistently improving performance of their employees by improving HR practices [11] .
Relationship of HR Practices on Employees' Job Performance
Job Design Job design is the functions of arranging task, duties and responsibilities in to an organizational unit of work [18] . In particular HRM practices such as employee participation and empowerment, job redesign, team-based production systems, extensive employee training and performance-contingent incentive compensation are widely believed to improve the performance of organizations [19] .
Training and Development
Training programs helps in making acquaintance of employees with more advance technology and attaining robust competencies and skills in order to handle the functions and basics of newly introduced technical equipment [20] . Training not only mentally develops the employee but also prepare them to make better their health in order to be with active mind and more productive thought for the organization [7] . Improving employee's self-efficacy at work will also assist in pushing their performance to an improved and effective level and increasing their momentum on their own behalf. This one also is achievable through adding it into the contents of training program [1] is of the opinion that for every employee to perform well there is the need for constant training and development. The right employee training, development and education provide big payoffs for the employer in increased productivity, knowledge, loyalty, and contribution to general growth of the firm Motivation Motivation plays an important role in performance and other activities and as such the manager should know what motivation is and how subordinates can are motivated towards performance. When employees have high autonomy, receive feedback about their performance, and have an important, identifiable piece of work to do which requires skill variety, they may experience feelings of happiness and therefore intrinsic motivation to keep performing well [15] . A motivated employee is more likely to output more to the benefit of the organization [22] . They continue to argue that most of the successful people are around, have been proved to be very efficient time managers. A reward strategy can develop teamwork. Lawler states, "Reward systems can support change and motivate people to accept change and gain the skills that fit the changing nature of the business" [2] .
Supervisory Support
It is the duty of supervisors to ensure that employee job performance is at maximum potential, it would be advantageous for managers in all trades and industry sectors worldwide to understand what types of employee-supervisor interactions are associated with employee job performance. If more work is delegated and responsibility is increased, employees are likely to see it as a sign of appreciation and ISSN 2277-5056 | © 2013 Bonfring trust in their performance, which translates to a boost in selfesteem and motivation to perform [13] . Perception of supervisors has an impact on many employee outcomes related to production. They went on to explain that perception of a supervisor has a positive correlation with motivation and a negative correlation with stress in employees [12] .
Work Environment
Work environment is considered to be an important factor affected by transformational leadership and affecting performance. It is composed of all factors related to job and organization, which influence the relationship between employees, their job and the organization [3] . Organizations in order to boost productivity design work environment in a way that satisfies employees [5] . Social, organizational and physical context serve as the impetus for tasks and activities, and considerably influence workers' performance and work output [21] .
Compensation
The general purposes of the compensation policy covers respecting employees' performance, maintaining a competitive labor market conditions, maintain justice employee salaries, motivating employee performance and reduce employee turnover [26] . Compensation performance is the result work of employee because it is the strongest link for the planned goal and economy [7] . Providing respectful compensation to the employees of an organization has soothing effect of both organization and employees' performance.
Theoretical Framework
In the literature review, it has been observed that employees' job performance has an impact on different variables like job design, training and development, motivation, supervisory support, working environment and compensation. Organizational performance ultimately depends upon employees' job performance and human resource practices are the tool to improve employees' job performance. The following theoretical framework has been formulated to depict a relationship between different HR practices and employees' job performance.
Hypotheses Development
On the basis of the various factors of high performance HR practices affecting employees' job performance, the following hypotheses are developed for the study:- This study scrutinized the relationship of job design, training and development, motivation, supervisory support, working environment and compensation with employees' job performance in Leather goods manufacturing companies at Vellore district. It is basically a descriptive study which was aimed at gaining in depth understanding of the effect that various high performance Human resource practices have on employees' job performance. The target population of this study consists of those employees working in selected 10 Leather goods manufacturing companies at Vellore district. The sample size was 200 employees. Stratified proportionate random sampling has been used to collect data from the employees. Here the employees were divided into strata based on departments in which they working, and therefore respondents were selected randomly on proportionate basis for the various departments. The data collected is based on both primary and secondary data source. Primary data were collected through a personally administered structured questionnaire from the employees working in Leather goods manufacturing companies at Vellore district. The questionnaire consists of different questions on six HRM dimensions such as job design, training and development, motivation, supervisory support, working environment and compensation and also questions related to employees' job performance. The questionnaire was developed by using a five point Likert scale, whereas 1= dissatisfied, 2 = somehow satisfied, 3 = satisfied, 4 = moderately satisfied, 5 = highly satisfied. The secondary data used in the study have been collected from related journals, books, newspapers and internet, etc. In this study, some statistical measures such as descriptive statistics, correlation, chi-square, and regression and Friedman test were used to examine relationship and impact of high performance HR practices on employee's job performance.
IV. ANALYSIS AND FINDINGS
Reliability Test
Reliability tests were conducted on the independent and dependent variables which are job design, compensation, motivation, working environment, training and development, supervisory support and employees' job performance by using the Cronbach's alpha. It may be mentioned that its value varies from 0 to 1 but the satisfactory value is required to be more than 0.6 for the scale to be reliable [6] [17] . As a result, Cronbach's alpha for the job design (0.877); training and development (0.912); motivation (0.835); supervisory support (0.643); work environment (0.871); compensation (0.829) and finally, for employees' job performance (0.857). 
Source: Primary Data
It is evident from the above table that hypothesis 3 is accepted in all cases. It is thus concluded that gender, age educational qualification, job position, experience and income are positively associated with the performance of the employees.
Correlation
It was performed to find out the pair wise relationship between the following variables. The above shows that the factors JD, TD, M, SS, WE and C are independently positively correlated with EJP and also highly significant at 1% level. Therefore, H1 of the present study is accepted. Here it is obvious that the maximum correlation (r = 0.921) is existing between WE and EJP, followed by the association (r = 0.893) between JD and EJP; C and EJP (r = 0.871); M and EJP (r = 0.820), TD and EJP (r = 0.760) and SS and EJP (r = 0.658). HR practices are pairwise positively significant at P-value 0.000. Among the six practices the relationship between the C and JD (r = 0.932) is the highest, followed by the link between M and JD (r = 0.908).
Regression
Let the dependent variable, employees' job performance be denoted by z Let the independent variables are job design, compensation, motivation, working environment, training and development and supervisory support be denoted by x1, x2, x3, x4, x5 and x6 respectively. The HR practices (JD, TD, M, SS, WE and C) in the above model revealed the ability to predict EJP (R 2 = 0.886). In this model, the value of R 2 denotes that 88.6% of the observed variability in EJP can be significantly explained by the HR practices namely JD, TD, M, SS, WE and C. The remaining 11.4 % is not explained which means that the rest 11.4% of the variation of EJP is related to other variables which are not depicted in this model. This variance is highly significant as indicated by F value (F = 248.865and P = 0.001 ** ). The ANOVA table indicates that most possible combination of predictor variables that could contribute to the relationship with the dependent variable. Employees' Job Performance = 2.096+0.425x1+0.037x2-0.030x3 -0.128x4+0.584x5-0.010x6+e The above table shows that JD, TD and WE are positively affecting the dependent variable EJP (direct relationship with EJP) as the beta value for JD = 0.425; TD = 0.037 and for WE = 0.584. If JD, TD and WE increase the job performance of employee also increases. But M, SS and C are negatively affecting the dependent variable EJP (indirect relationship). Based on the P value, the independent variables JD, SS and WE are having a positive and significant relationship with the dependent variable at 1% and 5% level, but TD, M and C are not having a significant relationship at 5% level. On the basis of above analysis, hypotheses 4, 7 and 8 are accepted but hypothesis 5, 6 and 9 has been rejected. Hence the hypothesis 2 is moderately accepted. Source: Primary Data The above table shows that there is no significant difference between the mean rank and HR factors because the p value is 0.299. Therefore we accept Hypothesis 10 at 5% level. The most important HR factor that affects employees' job performance is WE (3.70) followed by M (3.60), JD(3.54), C (3.44), TD (3.38) and SS (3.33).
Friedman Test
V. CONCLUSION
The study reveals that there is a very strong positive relationship between HR practices and employees' job performance. From the correlation matrix, highest positive value of correlation ascending between WE, JD, C, M, TD and SS which clarifies that the Leather Industries at Vellore district are required to focus on these HR practices for getting fabulous employees' job performance. From the Regression model, it is clear that the high performance HR practices have a moderate impact on employees' job performance. From the Friedman test, it is found that work environment is the significant HR practice that affects employees' job performance followed by motivation, job design, compensation, training and development and supervisory support.
Policy Implications
It is apparent that HR practices in Leather Industries have not been copiously established, it may be appropriate to state briefly the policy implications for the study to enhance the performance of the employees in the organization. The organization should provide employees with proper and favourable work environment which includes health, safety and welfare facilities according to the satisfaction of the employees to work with peace and joy. The compensation should be provided after the proper analyses of performance of the employees by adopting true, fair and effective method. Effective training and development techniques should be adopted to improve the performance of the employees and to avoid accident. Motivational rewards to be provided which initiates the employees to work with enthusiasm and involvement. The supervisors should treat the employees as a protégé which supports them greatly to build their career.
